The aim of the study is to investigate the relationship and effect of variables like job rotation, job performance and organizational commitment among the employees working in banking sector in Pakistan. Self-administrated questionnaire was distributed by selecting a convenient sampling. The data was collected from 435 employees in the banks. The data were analyzed with the help of Statistical Package of Social Sciences (SPSS). The findings of the study revealed that a positive relationship was found between job rotation, job performance and organizational commitment among the employees, whereas negative relationship was found between job performance and organizational commitment. The study results are useful for the bankers, employees' and managers. The study also provided the limitations and recommendations for future research.
Introduction
In the present commercial world, the most essential and economically significant businesses are banking. The financial structure of a country depends on its economy. The most important strategies of job rotation for financial institutions in the 21 st century must be the practicing of effective and well designed, to commit, motivate and improve the performance of the people. In other words, job rotation is a mechanism through which the managers determines the employees' committement, productivity and innovation in their respective jobs (Ortega, 2001) , also update them about the recent changes in professional climate, which criticize any organizations in order to survive and compete in today's market driven system effectively. Job rotation is one of the factors to enhance the productivity of an organization, but it needs proper training and cooperative colleagues to support the employees in the current position (Gómez, Lorente, & Cabrera, 2004) . Job rotation is defined as the organized movement of an employee from one position to another position at a designed period in the same department (Malinski, 2002; Storey, 2001) . It engages occasional shifting of employees from an assigned work to another where every work needs different experiences rules, obligations and expertise (Langton, Robbins, & Judge, 2012) . Similarly, Hiltrop et al., (1995) expressed that job rotation as a shifting of employees in different projects and positions, which is related to the previous environment. Furthermore, banks also concentrate on the same practices in their working environment and the managers decide it on the basis of their employees performance. Other factors relevant to the job rotation were also indicated in the studies that are, rotating homework, shifts and changes in the working environment, creativity, cross working exercise and re-posting. Job rotation has been defined as an organized move of employees from one job duty to another at a designed time and distance (Malinski, 2002) . Job rotation is said to be a brilliant approach for the organizations to train their employees (Beatty, Schneier, & McEvoy, 1987) . Moerover, organizational commitment is also one of the essential parts of an organization in this world (Allen & Meyer, 1990) . According to Meyer et al., (2002) organizational commitment is defined as to believe the values and aims of the organization, loyalty with organization, obligations and having sense to remain with the organization. Allen and Meyer (1984) also introduce that organizational commitment as a multiple component model. In addition, the Allen and Meyer (1984) model consists of three main components called affective, normative and continuous commitment. Employees play an important role in the advancement and quality enhancement of an organization (Spencer, 1994) . Therefore, it is needed to develop the skill, knowledge, interests and understanding of the technological changes in the banking sectors. In similar fashion, the employees will work at different positions and places in banks, and at the time of categorizion, it will be based on their individual skill, knowledge and capability (Gómez et al., 2004) . Recently, the bankers are apprehensive about the financial institutions, whereas they not only appeal to the employees for improving their commitment, but also rotates in order to get the fruitful outcome from them, which is becoming a sources of tough, complex and sometime unclear in a co-operated environment (Smith, 1995) . With regard to recent changes in the banking sectors, Performance is also an important task within an organization (Boje, 1991; Oxenburgh, Marlow, & Oxenburgh, 2004) . Therefore, to enhance the productivity of an organization, it needs to develop enthusiasm, assurance and job attachment of an employee and to grant them valuable guidance plan.
From all the aforementhioned discussion, it has been examined that loyal and interested employees are rendering better performance and efficiency for the organization (Madani & Zahedi, 2005) . Therefore, the researchers observed that there are many challenges (promotion, recruitment, performance, skill, knowledge) and difficulties in the working environment, but difificulties in the banking sector are tremendous. In addition, the current study tries to learn the understanding directed towards job rotation programs which stimulate the employees, operating for banks in Pakistan. It is also helpful for the banks to develop assurance, performance and job commitment of their employees. The current study also aims to inform managers about the rotation, performance and commitment of an employee towards his work in the banking sectors. For the last two decades, Government of Pakistan (GOP) has been continuinously struggling to plan the best performance rewarding different techniques and tools. Pakistan is considered as one of the largest contributors regarding the growth of GDP (F. Allen, Qian, & Qian, 2005) . Therefore, the GOP assumes to improve the productivity of employees throughout the financial institutions, while the GOP of Pakistan needs to examine the improvements in the banking sector. In the present world, the banking sector is on the linchpin of any country in both making money and growth. The current study focuses on the rotation regarding performance and commitment of an employee during the job in the same department, while the effects of performance on the organizational commitment. The current study was conducted in banking sector of Pakistan especially in Peshawar Khyber Pakhtunkhwa (KPK) Pakistan.
Literature review
Job Rotation has been used to implement the increasing employee momentum and taking active part in job within the organization, which are incredibly vital for valuable performance (Zeira, 1974) . Job Rotation establishes a successful routine of increasing talents, enthusiasm, encouragement and motivation of an employee within the organization (Friedrich, Kabst, Weber, & Rodehuth, 1998) . Job Rotation is the procedure all the way through which an organization's employee learns work skill from different activities to eliminate burnout from the job tasks (Olorunsola, 2000) . Job Rotation is an opening chance for worker to expand an admiration of organizational objectives, to produce more liberal facts of the dissimilar field, to build up a strong network of the organizational associates and to increment employee acquisitions (Lindbeck & Snower, 2000) . Job Rotation is a system which is capable of augmenting employees' motivation and commitment within an organization and make wider observations as well. It brings an enlargement in work rate of human resources, tries to get better firm execution, individual mortal levels of multi-experienced employees, well obtainable capabilities and as well as new perspectives for attitude, deliberation, potentialities and hidden talent of employees (Cascio & McEvoy, 1992) . Job Rotation has been measured on practical techniques, particularly on the enhancement and growth of jobs. According to Delpasand et al., (2011) job rotation is defined as falls into the greater as compared to before individual knowledge, familiarity and tiredness, which leads to rational expansion and improvement of an individual capabilities. Job rotation has much significance in commercial environment in the world. It is used by the stakeholders within the organizations to extend workers, managers and executives (Beatty et al., 1987) . Job rotation is used to elastic work strength and standing by supply of skilled human resources to provide as a ready for action frame for the organizations (Rothwell & Kazanas, 2004) . It advances the employee's abilities and mutual understanding of their job. It increases team effectiveness and facilitate the employees to reward promotion chances after successful achievement of work rotation programs (Faegri, Dybå, & Dingsøyr, 2010) . Therefore, it has been concluded that both the human resources and owners can get profit from job rotation practices. Organizational researchers claim that job rotation is one of the strongest predictors of performance and commitment during the job. It reduces the boredom and fatigue of the jobs and enhances the employee motivation and commitment through diversification of the tasks, which is highly recommended, for the innovative organizations to develop the workforce in order to meet the current and future requirements of the dynamic fruitful environment (Adomi, 2006 ). Today's specialized type of business nature requires the financial associations and institutions, including banks, to bring in ingenious job rotation programs which tolerate the employees to be trained in order to find their feet at new skills help them to keep themselves upto-date. Therefore, job rotation is said to be an excellent tool for enhancing employee commitment and job performance, which is very important for the smooth and effective functioning of an organization (Schein, 1967 (Schein, , 2003 Zeira, 1974) . However, in the existing literature less attention has been given to relationship between job rotation, commitment and performance, therefore the current study was conducted on the relationship between impact of job rotation on employee performance and commitment. This research informs manager's observations about the value of job rotational practices and its input for the employee obligation, motivation and job contribution. This workout is prearranged as follows; a summary of the related literature; tactic of the study; examination of facts composed; end of the study consists of discussion about the findings and put forward suggestions. Organizational commitment is one of the most important factors in the organizational performance. Organizational commitment is defined as the sense of an individual which depends on the organization. According to Modways et al., (1984) Organizational commitment is an effective matter, whereas it defines the employees having strong interest and attachment to the organization. Commitment to the organization employees have, are of three types. First, belief acceptance of the rule and regulations of an organization, second, realizing the goals and third, stay with the organization. While Meyer et al., (2002) defines organizational commitment is a multi component model. It is mostly defined as the combination of three components called affective, continuous and normative commitment of the employees. Affective commitment is the adherence of an employee's towards organizations, continuous refers to cost and benefits related to remain or leave the organization while normative commitment is related to the obligation of an employee within the organization (Allen & Meyer, 1990) . Performance is considered as a behavior and can be operated in different techniques such as individual performance, the group's performance and organizational performance. The performance of the employees can be determined both positive and negative (Jans & Frazer-Jans, 2004 ). According to the Panatik (2012) studies examine that job stress affects the organizational commitment, job performance, job satisfaction, turnover intentions and overall productivity of an employee. Consequently, some unwanted physical and psychological problems were developed by job stress among employees in their working environment, whose outcome is not so good and have poor performance and less commitment to their organization. In additions, financial institutions like banks has declared economic development, thus the environment of job in banks has become complex, and the employees can not complete their tasks as assigned to them, whereas it not only affects the performance of the employees but also affect the organizational performance. The employees also require to bring the investor to invest in the sector for the development and circulation of economy, which shows the productivity and profitability of the human resources. Furthermore, high organizational performance depends on the organizational capabilities of an employee in their working environment (Noe, Hollenbeck, Gerhart, & Wright, 2004) . To examine the performance of an employee, job rotation is also used for the operating system in the sector to enhance the productivity of human capital to improve the organizational performance and individual performance. Due to enhancement in productivity of an employee, it improves the commitment and the satisfaction level of the employee within the organization. They also claim that it saves time and resources to facilitate the customers (Origo & Pagani, 2008) . Job rotation is also defined as the systematic replacement of the employees to train the perfect human resources in competitive advantage.
Methodology
In the current study, survey technique was used for the descriptive study by using the SPSS (version 18.0). A self-administrated questionnaire was used for data collection. In the current study, a reliable scale for the variable job rotation, performance and organizational commitment was used with five Likert scale ranging from 1 to 5 (Strongly Disagree to Strongly Agree). The questionnaire consists of four main sections, first section consists of demographic or personal characteristics like age, marital status, gender and experience, second consists of questions related to job rotation. Third sections of questions related to job performance and the last section of the questionnaire consist of organizational commitment items. Organizational commitment was analyzed by 18 factors of Allen and Meyer (1990) , while six items analyzed job rotation and having reliability of 0.81. In the current study the researcher used the convenient sampling and selected Peshawar division which is the largest division in KPK (KPK, 2013) . Peshawar is the capital of KPK, having every branch of banks. The researcher visited different banks branch and distributed the questionnaires among the all employees. 534 questionnaires were distributed. The researcher himself distributed every questionnaires to employees, some of them refused to fill in the questionnaire, a total 463 were collected where 28 were useless and incomplete, which were not suitable for using final data analysis. The response rate of the selected bank employees in KPK Peshawar division was 87%, which is a very good response to the data analysis. In the current study, the descriptive statistics are used; therefore, it not only examines the characteristics of the respondents, but also informs the researchers and bankers for the prevalence of the study variables in the bank sector especially in KPK Pakistan. To examine the relationship between the variables correlation has been used, while for the effect of the variable the regression analysis has been carried out. Therefore, the current study has established the following hypotheses, to be tested in the current study as follows: 
Results and discussion
In the findings of the current study, Table 1 provides the personal or demographic characteristics of the respondents from banking sectors. The response characteristics consist of gender, age and experience. According to the table results a total 435 questionnaires were used for the final data analysis of the current study. In which, the male respondents were more than female because in Pakistan females have more problems in performing their jobs in every sector, which was also proved as an evidence by the study. Therefore, the male ratio in the current study on banking sector is 54.5 percent. In addition, the table also provided that, the younger employees working in the banking sector are also more as compare to the higher experiences. Furthermore, the Table also explains that most of the employees were in the age of between 30 and 35, which shows that the employees in these ages were establishing their families and thus having a lot of stress and burnout from their professions and want to improve their professional development (Khan, Rasli, Khan, Yasir, & Malik, 2014) . Furthermore, the study will also examine the relationship and effects of the study variables. Therefore, Table 2 provides the detailed statistical analysis of the current study variables. The job rotation variable has a mean value of 2.97 with a higher standard deviation of 0.72, indicating the thinking of respondents, where there is a moderate level of rotation in banking sectors. On the other hand, the larger standard deviation illustrated that there is a difference of opinion among the employees in the banking sectors regarding the organizational commitment and job performance. Similarly, the mean of job performance is 3.88 and the standard deviation is 0.64, while the organizational commitment is 0.67 and 4.01 as shown in the Table  2 . In addition, the current study also states that they are more interrelated, significant, and positive with each other. The results of the current study is parallel with the previous study, whereas the study is illustrated that high level of job performance have a high level of job rotation (Campion, Cheraskin, & Stevens, 1994) . In like manner, the finding of the current study also suggestes that a negative relationship was found between job performance and organizational commitment. therefore the results of the study is parallel to the results of the studies like Wright, (1997), Mathieu and Zajac (1990) and Mowday et al., (1982) .
Conclusion and recommendation for future research
The current study was carried out to show the importance of job rotation, job performance and organizational commitment in banking sectors. From the results of the study, it is clear that as the rotation within the working environment is increasing, the employees' commitment to the organization is also increasing, which in turn increases the loyalty of the employees within the organization (M. Zigarelli, 2008; M. A. Zigarelli, 2002) . On the other hand, job rotation increases the motivation level of the employee therefore the performance is also increased. The study has some limitation. First, the researcher has financial problems, therefore the researcher collected one time targeted data, which is called cross-sectional approach and recommends that in future the studies should be done as a longitudinal approach. The sample of the current study was from one division of KPK Pakistan so the researcher recommends that in future it could also be tested in comparison to other provinces of Pakistan. The study used the convenient sampling while for future research the researcher recommends the use of a large sample size for more accurate results. 
